Very little is known about gender wage disparities in Kosovo and, to date, nothing is known about how such wage disparities evolve over time, particularly during the first few years spent by young workers in the labor market. More generally, not much is known about gender wage gaps in early career worldwide, a period which is perceived to be an important determinant of the overall gender wage disparity. This paper analyzes data from the School-to-Work Transition (SWT) survey, an unusual survey conducted by the ILO between 2004 and 2006 in eight countries, including Kosovo, that documents the labor market experiences of the youngest age segment in the labor force (age 15-25 years). The results of the analysis suggest that, on average, women have lower education attainment than men but this educational disparity is masked among the sample of employed men and women who tend to be well-educated. The consequences of this dramatic segmentation of labor market participation are striking. On average, there is little or no gender wage gap. The results of the Juhn et al. (1993) decomposition analysis reveals that gender wage differences are almost entirely driven by differences in characteristics (rather than either the returns to those characteristics or the residual). The greater average educational attainment of employed women, among other characteristics, tends to fully offset the gender wage gap. Not surprisingly, the returns to women's education among employed women are low because there is little variation in educational attainment among the sample of well-educated employed women. When the analysis controls for sample selection bias and heterogeneity, the returns to women's education rise, confirming the lower productivity-related characteristics of non-employed women compared to employed women. The relatively small sample constrains a fuller analysis of the emergence of the gender wage gap, which, according to a small but growing international literature, typically materializes during childbearing years.
Introduction
In the Western Balkans region, Kosovo has been hit hard by various shocks over the last two decades. As a result, in addition to numerous consequences of previous conflict and crises, the labor market is presently characterized by substantial imbalances along several dimensions, with gender disparities possibly being the most dramatic. As reported in a number of policy documents (e.g., UNFPA, 2007) , women are often the object of discrimination and violence; they also represent the weakest segment of the working population.
Existing studies 1 of gender differences in Kosovo have noted that in contrast to gender disparities in other developing countries, the women in Kosovo are at a disadvantage compared to men both in terms of their educational attainment and their employment prospects. However, it is not clear how this affects gender differences in earnings, as available databases to date typically do not provide information on wages in Kosovo. As a result, little is known about the gender wage gap in Kosovo. In addition, in Kosovo and in many other countries more generally, little is known about the evolution of gender differences in wages (as well as in labor supply) over the life cycle. An understanding of the first few years in the labor market is particularly important because it is likely that the wage growth during this period is "the primary cause of the overall gender pay gap," as has been argued recently.
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Data collected by the ILO on School-to-Work Transitions (SWT) in 8 countries, including Kosovo, provide an opportunity to analyze the earnings differentials between men and women, particularly in their early labor market experience. ILO collected the data between 2004 and 2006 covering young workers aged 15-29, and recently made the micro data available to researchers. As the name of the survey suggests, the ILO collected information on the experiences of young workers at the beginning of their career, as they left school and entered the labor market. The ILO conducted the SWT survey in September and October 2004 in 5 out of 7 regions in Kosovo (Pristina, Mitrovica, Gijlan, Gjakova, and Prizren).
3 In Kosovo's case, available SWT data allow an analysis of early careers only up to age 25, because the final sample includes only individuals aged 15-25 (as opposed to 15-29 in other countries). Although the SWT data are by now a few years old, the general lack of publicly available data on earnings or wages in Kosovo means that the availability of SWT data still provides a rare opportunity to look at gender wage differentials in Kosovo.
The results of the analysis reveal that women tend to have lower education attainment not only in the adult population, as noted in a recent (World Bank 2012) report, but also among those in the youngest age group. In general, young women tend to be disproportionately represented among those with low educational attainment. However, this educational disadvantage disappears when one considers only the employed men and women. This provides compelling evidence of the existence of a notable segmentation between employed and non-employed young women in Kosovo. The former are generally much better educated, at the same level or more than their contemporary men, and have higher than average productivity characteristics. The latter, instead, have a much lower educational level and productivity characteristics than their male counterparts.
The consequences of this segmentation on labor market participation and wages in early career are striking. Among employed men and women in their late teens (age 15-19) , there is 3 no evidence of a gender wage gap in favor of men. This indicates that in the period prior to the childbearing years, women tend to fare as well as their male counterparts. The results of Juhn et al. (1993) decomposition analysis reveal that differences in productivity characteristics, rather than in prices or in residual inequality, drive the gender gap. The greater mean educational attainment of employed women tends to compensate for the higher average number of working hours of their male counterparts.
The last part of the analysis attempts to assess the impact of observed and unobserved differences between employed and non-employed women on the returns to education and the gender wage gap. Interestingly, when we control for selection bias, the gender wage gap for the SWT sample as a whole and for the component of the young adults is still not statistically significant, despite the lower productivity characteristics of the non-employed women compared to employed women. This may be due to the relatively small sample size. At the same time, the returns to women's education rise when selection bias is taken into account, confirming the lower productivity-related characteristics of non-employed women compared to employed women The rest of the paper is outlined as follows. Section 2 reviews the existing literature on gender disparities in Kosovo's labor market. Section 3 presents the methodology adopted in the econometric analysis. Section 4 discusses the main advantages and shortcomings of the Kosovo SWT survey database. Section 5 reports the main empirical findings. The final section provides some concluding remarks.
Literature review: gender issues in Kosovo's labor market Educational attainment
Women's educational attainment compares unfavorably with men in Kosovo, according to a recent report (World Bank 2012) . The report finds that there are distinct gender differences in literacy and educational attainment in favor of men. In particular, 2.2% of adult men are illiterate compared to 7.2% of women; 37.3% of men have only basic education compared to 61.7% of women; and 11.9% of men possess a university degree compared to only 5.5% among women. More generally, the educational level of Kosovo's population is relatively low by international standards. Half of the population has only 9 years of schooling, equivalent to basic education. Although educational attainment has been improving slightly in recent years, the share of university graduates remains higher among the adult population compared to the youth population, because the educational system was interrupted by the war and because of the high emigration rate of some of the most educated members of the younger generation. (Pastore 2011 ) provides a graphical representation of gender gaps in educational attainment among young people across eight countries for which SWT data are available, namely Azerbaijan, China, Egypt, Iran, Kosovo, Mongolia, Nepal and Syria. The panels are focused on the following levels of education: panel (a) on primary education or below; panel (b) on low secondary education; panel (c) on high secondary education; panel (d) on tertiary and higher education. The female share is measured along the vertical axis while the male share is measured along the vertical axis. The diagonal line represents the case of exact gender equality. Points above the diagonal line represent countries that offer an 4 advantage to women and those below the diagonal line are those that offer an advantage to men. An advantage at lower education levels of course implies a disadvantage at higher educational attainment levels. China, Syria and Mongolia can be found below the diagonal line in panel (a), which suggests that the shares of women holding primary education or below is lower than average in these countries; in turn, women enjoy some advantage at higher educational levels. In fact, women' advantage in these countries is substantial, starting from low secondary education, but especially in terms of high secondary and tertiary education or above. In the case of Kosovo, the educational disadvantage of women is quickly disappearing among the youngest generation, as the country can be found very close to the diagonal line. The figures also confirm the low average educational level of the youth population. Kosovo children tend to be found on the upper right side of the panels (a), (b) and (c), and at the bottom left side of panel (d). 
Employment
In addition to gender disparities in educational attainment, the report suggests that women in Kosovo are less likely to be employed. 4 More generally, labor market outcomes in Kosovo compare unfavorably with those in Europe and women are particularly at a disadvantage. The report indicates that 34.1% of men are employed compared to only 11.5% of women. In addition, women represent less than a tenth of all entrepreneurs and are under-represented among top management (0.3%). Meanwhile, Kosovo's unemployment rate at 45.4% is at the highest end of the distribution of unemployment rates in the region. Women, young workers, and the least educated have the highest probability of being unemployed. Unemployment rates for women gradually fell in the years leading to the global financial crisis but mostly due to decreasing activity rates rather than due to rising job opportunities. Most of the unemployed have never worked previously. Furthermore, about half have been looking for work for four years or more. Unemployment is very high among young people aged 15-24 which as a group represents close to a fifth of Kosovo's population.
Several studies cited by the report indicate that workers in the private sector typically do not receive a basic benefits package (e.g., maternity leave, paid annual leave, paid sick leave and unpaid leave). This effectively weakens the productivity of all workers and, in particular, women, because they are more likely to benefit from leave options. According to the report, although a new Labor Law was enacted in 2010 that mandates the provision of basic benefits, some worry that the new law is not sufficiently enforced
Earnings
In this difficult environment, very little is known about gender wage disparities or even about earnings in general. We know of only a handful of studies that examine wages systematically in Kosovo. 6 These include a labor market study conducted by the World Bank in 2003 based on 2002 Labor Force Survey data; a global study of gender wage disparities (Oostendorp 2009 ) in 63 countries, including Kosovo, based on 2001 LSMS data; a study of earnings among emigrants, based on a survey conducted by the Riinvest Institute along Kosovo's borders (Havolli 2011) ; and a very recent paper on returns to education based on the 2002 Riinvest Household and Labor Force Survey (Hoti 2011) .
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The results of the few studies of Kosovo that exist suggest the following: The overall gender wage differential is either small or insignificant in Kosovo. In the private sector, it is equivalent to 8 percent and in the public sector it is insignificant (World Bank 2003) . Although the sample of emigrants in the Riinvest Institute survey is likely very different from the general population of domestic workers, the results of the analysis of emigrant earnings are nonetheless potentially instructive, and they suggest that there are no statistically significant differences in earnings by gender, though there are gender differences in the likelihood of sending home remittances (Havolli 2011) . The global study of gender wage gaps also suggests that Kosovo is at the lower end of the distribution (Oostendorp 2009 ).
Although the general lack of a gender wage gap may be interpreted by some as evidence of gender equality, one possibility -given the differences in educational attainment and employment -is that the empirical study of earnings largely ignores issues related to sample selection biases. In other words, the women who are typically included in empirical analyses of earnings may be systematically different from unemployed women who are, by construction, left out of the sample. The recent study of returns to education cited earlier (Hoti 2011) in fact, provides evidence that workers, particularly women, are not randomly selected into employment. The study used a Heckman procedure to account for this selection bias, but the study does not at all explore gender wage differentials.
Taken all together, this suggests that a new systematic study of gender wage differentials would be a valuable contribution to the literature. Such a study would have to carefully account for likely selection biases. In addition, a study of the first few years spent by young workers in the labor market-as they transition from schools to the labor market-may be warranted given the importance of the relationship between education and employment. A small but growing international literature in fact suggests that wage developments in this "early career" period are critical drivers of the overall gender wage gap. For example, one very recent cross-sectional study of male and female professionals in the U.S. financial sector suggests that although wages are essentially equal at the beginning of their careers, the women's earnings soon lag behind those of their male counterparts. 7 It finds that the divergence in wages is due in part to differences between men and women in the type of training received prior to the completion of an MBA (and rising returns to this training), differences in career interruptions (and large penalties associated with such interruptions), and differences in the number of hours worked, typically around the childbearing years. However, another recent strand of the literature suggests that there is a large, measurable gender wage gap, already present at entry into the labor market-largely driven by occupational segregation by gender-which then persists throughout people's careers. 8 In any case, a study of this early career period is potentially illuminating.
Methodology 9
To shed light on the stylized facts discussed above, this paper will first estimate extended and augmented wage equations to assess the impact of different determinants of wages on the gender wage gap and quantify returns to education by gender. Second, we implement several decomposition techniques to assess the role of -both quantity and price -determinants of wages at the mean and at different quantiles of the distribution. Third, as noted in the previous sections the participation rates of both men and women are very low and in order to assess the possible impact of the ensuing sample selection bias on their relative wages, we estimate (Heckman's 1979) corrected earnings equations and then assess the importance of selection bias on wages by way of the Neumann and Oaxaca (2004) decomposition.
6

Baseline approach: Mincerian wage equations
The Mincerian approach to estimating the returns to human capital and the gender wage gap is used as baseline framework. As is well known, the basic Mincerian earnings equation amended to include also control for gender differences is as follows:
where w i are monthly labor earnings for an individual i, W i represents the gender dummy variable, S i represents a measure of the years of her schooling, EXP i is a measure of work experience and u i is a disturbance term representing other variables that are not explicitly measured and assumed to be independent of the other regressors. Work experience is typically included also as a quadratic term to account for the concavity of the earnings profile, which would be consistent with decreasing returns to human capital. However, because this sample covers younger workers alone, the quadratic term is omitted here. The parameters of interest are clearly γ and r, namely the coefficient of the gender dummy and the private financial return to schooling or, equivalently, the proportionate effect on wages of incremental increases in S.
The above earnings function is in fact a log-linear transformation of an exponential function and can be estimated by OLS, with the coefficients requiring a semi-elasticity interpretation. That is, as is well known, they measure the percentage change in the dependent variable for any unit change in any independent variable, holding other things constant.
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The paper also provides estimates of the augmented version of the Mincerian specification of the earnings equation:
where ∑ j = 1 n βX ij is a set of other variables assumed to affect earnings. Among such variables, we include mainly pre-work individual characteristics, such as civil status, having children, ethnic differences, type of job search adopted, time spent waiting before finding a job, aspirations in life. In the final specification, we also include such job characteristics as whether the young person has a work contract, the type of contract (whether written or oral), the duration of the contract, the ownership, size and industry of the firm where the worker is employed, and the type of on-the-job training received if any.
The Juhn, Murphy and Pierce decomposition
This paper uses the Juhn et al. (1993) methodology to disentangle the components of the wage gap.
11 It differs from the classical Oaxaca and Ransom decomposition because it decomposes the wage gap not only at the mean, but along the entire wage distribution, thereby accounting for role of the residual unexplained component, measured by the residual wage distribution. In this study, these properties of the Juhn et al. (1993) decomposition may be useful, considering the absence of a gender wage gap at the mean of the distribution and toned to ascertain whether this holds along different quantiles of the distribution.
Without discussing all the analytical details, it is sufficient to mention that in order to capture gender differences at different quintiles of the wage distribution, two different equations will be estimated as a first step, namely the male and the female wage equations, both of the type described in equation [2] , but without the gender dummy. Intuitively the decomposition allows disentangling the following components:
where the hat denotes estimated coefficient, the horizontal bar signifies the mean characteristics and q indicates the corresponding quintile of the wage distribution. The row wage gap (Δlnw m ) is decomposed into the following: a) an endowment effect, measured by differences in observed characteristics weighted by the estimated coefficients of the male earnings equation; b) a remuneration effect, measured by the estimated differences in prices of the observed characteristics; c) an unobservable effect, measured by the difference in the estimated residuals. These are usually called, respectively, the quantity effect (Q), the price effect (P) and the residual wage distribution, which is unobserved. The male distribution is used as a reference category. Findings are presented at the mean and at different percentiles of the wage distribution, namely 25, 50 and 75.
The Machado and Mata decomposition
A shortcoming of the Juhn et al. (1993) (Machado and Mata 2005) decomposition. This version controls for sample selection bias along the entire wage distribution. We expect that this might be the case considering how gender differences vary along the distribution of educational attainment. Nonetheless, likely due to the small number of observations, we failed to obtain any useful results and therefore we turn now to the more traditional analysis of sample selection bias using the Heckit methodology, which looks only at the mean value of the wage distribution.
Sample selection correction
The last part of the analysis aims to correct for sample selection bias the baseline estimates drawn from the Mincerian earnings equation. Toward this end, the standard (Heckman 1979) 
where LS represents labor supply. Sample selection arises when there is correlation between u and v. In this case, and assuming that u is independent of zy, the expected value of Lnw i , will be:
where ρ is the correlation between the error terms of the main and of the participation equation and λ is the inverse Mills ratio evaluated at the mean of the covariates (zy). This equation shows that when there is sample selection bias, one should include the term λ(zy) as an additional regressor in order to obtain unbiased estimates of the parameters of interest. If ρ=0, λ(zy) does not appear in the main equation, OLS will provide consistent estimates of the parameters of interest. However, if ρ is statistically different from 0, ignoring the λ(zγ) term is equivalent to omitting a statistically significant variable, and the coefficients will be biased. The inverse Mills ratio can be estimated by Probit in the first step and in the second step the correlation with the y variable can be estimated by OLS, a two-step method that is sometimes called the Heckit. In addition to this two-step procedure, the two equations above can be simultaneously estimated by maximum likelihood, as done in this study.
Following Wooldridge (2003, p. 588) and Cameron and Trivedi (2009) , the independent variables in the main equation, x, should be a strict subset of the independent variables in the selection equation, z. In other words, the selection equation should include all (and only) the variables contained in the main equation -because the explanatory variables in the main equation usually affect also the probability of selection through wages, plus instrumental variables that affect participation but not earnings. Otherwise there could be a high correlation between λ and x, leading to multicollinearity in the main equation.
Among the main weaknesses of the Heckit procedure is the lack of suitable instruments for labor force participation. Though this shortcoming cannot be overcome, we experiment with different solutions and instrumental variables and compare and contrast findings based on different sets of estimates in order to gain more information on the underlying mechanisms at work.
As a first step, we provide maximum likelihood estimates with no exclusion restrictions. As explained in Cameron and Trivedi (2009, p. 543) , among others, in this case, we exploit the exogenous variation due to the high non-linearity of the selection equation as a determinant of labor force participation. This is not without cost. The maximum likelihood estimates are based on a bivariate normality assumption. This is the reason why a two-step procedure, based on a univariate normality assumption is considered to be more reliable. Nonetheless, the inverse Mills ratio might be highly collinear with the independent variables of the main 9 equation if the set of variables in the selection equation are exactly the same. This suggests that it is appropriate to use instruments to identify the selection equation.
As a second step, following existing approaches in the literature, we use as instruments the number of sons/daughters. We also test other instrumental variables, such as the number of brothers and the number of sisters. Generally speaking, these variables should be taken with caution, especially in the case of a sample of young people. In the case of the number of children, for example, women may start to earn less over time because they pay a price for child-bearing (they earn less because they take more absences, have to take maternity leave, for example) as documented in the literature. If this is the case, then the number of children might be correlated with wages. In fact, for this young age group, the number of children is more likely than usual to be correlated with wages: women that have children at a very young age are probably a very different group from those who do not, in ways that probably reflect expected payoffs from the labor market. In addition, in the case under scrutiny, the sample includes only few women with children. 12 Third, this variable might be irrelevant in the case of men.
Third, we use responses to a survey question on the main aspirations in life of young people as possible determinants of their labor supply. More specifically, we use the answer: "making a contribution to social life" and "gaining all types of experiences in life". On one hand, they can easily be capturing issues of motivation, attitudes, non-cognitive skills (like team work, persistence, etc.) that would be correlated with wages; on the other hand, we think that the link is likely not very strong at the age of individuals in the sample and might instead reflect unobserved characteristics that affect the decision to work/not work, rather than the type of job and therefore the wage/job package per se.
All this considered, we treat the sample selection correction estimates based on the use of instruments only as a robustness check of the maximum likelihood estimates.
Data
As previously discussed, this paper uses Kosovo's SWT data. The data is at an individual level
The natural logarithm of monthly wages is the dependent variable of our Mincerian earnings equations 15 . The weekly hours worked are used as a regressor, rather than as the denominator of monthly wages, in order to control for gender differences in the number of hours worked. In addition, hourly wage rates are not widely used in Kosovo. Table A1 and A2 in the Appendix provides descriptive statistics for the sample of men and women in wage employment and non-employment, respectively. The tables provide an overview of the variables available in the data.
Moreover, this paper uses a definition of actual, rather than potential work experience, which is in fact more properly a definition of job tenure in the available data. In particular, we use the following question: "When were you recruited in your current job?" Considering the young age of individuals in the sample and the relatively small share of temporary work arrangements, this is a quite accurate proxy also of work experience.
The data allows the measurement of "overeducation" and "overskilling." The former is based on question g30 ("Do you feel the education/training you received in the past was useful in getting your present job?") and the latter is based on question g34 ("Do you feel the past education/training you received has been useful in your current activity?"). Those answering "not useful" to the former question are considered overeducated and those answering "not really relevant" to the latter question are considered overskilled.
The other variables used in the estimates are self-explanatory. Table A1 in the Appendix provides descriptive statistics for dependent and independent variables by gender relative to the sample of wage employees. With a share as high as 34.5%, men's employment rate exceeds that of women by about 6 percentage points.
Main findings Descriptive analysis
On average, wages are slightly higher for women, while the number of hours worked is slightly higher for men 16 . Already at this early stage in their career, women tend to work about two and a half hours fewer than men: 43.79 weekly hours against 46.18 hours, with an average of 45.12 hours. This is apparent from inspection of Figure 2 , which shows the distribution of weekly hours worked by men and women. The Figure indicates that women tend to work mainly around 40 and 50 weekly hours, whereas men tend to be more frequent in correspondence to a higher number of working hours. Going back to Table A1 in the Appendix it is noticeable that, while receiving higher wages, employed women also have a much higher educational attainment level than men. This confirms the impression that there is a strong difference between the average educational attainment of the sample population ( Figure 1 ) and that of the employed women (Table A1 ).
The share of women holding a university degree is three times greater than that of men, although both are very low not only by EU standards, but also by the standards of other developing countries. Only 3% of employed men and about 9% of employed women have university degrees, In addition, the share of employed women holding a high school diploma (61.9%) is higher than that of men (58.2%). Of course, it follows that men are disproportionately represented among those with the lowest levels of educational attainment, particularly among the illiterate and those with primary education only. The difference in the shares of individuals with elementary education only is about 7%.
This pattern is interesting considering that, as shown in Figure 1 above, for the general youth population, women tend to have the same educational levels as men or only slightly lower. In turn, this suggests that there might be sample selection mechanisms at work-in other words, women possessing higher educational attainment have a much greater chance of finding employment. This might be due either to their higher productivity, as postulated in the human capital model, or to some unobserved characteristics, such as their greater motivation and commitment to work. Testing these alternative hypotheses will be one of the objectives of the next section.
Men are also found to be more frequently "overeducated" and, to a greater extent, "overskilled." In other words, they report themselves to be holding jobs for which their degree was neither necessary to get the job, nor useful to do the job. Almost one of every two young employed men declares himself as overskilled; the comparable figure for women is only 33%. These are both phenomena that denote a lower human capital level. As recent theories of overeducation argue (see for a recent overview, Leuven and Oosterbeek 2011), individuals accepting jobs that are below their own educational level likely signals an awareness that they possess a lower level of human capital or skills than what their educational attainment otherwise signifies. Holding constant the level of education attainment, the lower human capital might depend either on the lower quality of their education or on the lack of the work-related component of human capital, such as work experience. Clearly, in the case of young people, previous work experience is very important to access jobs.
Despite this, in the sample under consideration, men report slightly longer job tenures. On average, they have been working in the same job for 1.8 years, whereas women have been working in the same job for 1.6 years. In general, the average job tenure is quite low because of the nature of the sample. The range of variation of job tenure is between 0.01 and about 8 years in the case of men and between 0 and 7.3 years in the case of women.
Young women tend to be more frequently engaged in a relationship with a partner or to be married compared to men of the same age, which suggests that they likely choose older partners. Over 25% of women are reportedly in a stable relationship against 11.5% for men. Most women who are not single tend to be engaged rather than married. The gender difference in the share of workers engaged is about 10% (13.7% of women and 3.6% of men). The corresponding difference in terms of the share of workers who are married is only 4% (11.3% of women and 7.3% of men). Not surprisingly, at that age, the share of individuals who are divorced or separated is very small.
Consequently, employed young women are also more likely to have children than their male counterparts: 8.3% against 4.8%. The information on when respondents had their first child is not available, but the survey does contain a question regarding the age at marriage. (This information is used in the next section.)
As reported in Table A1 , Albanians are about 90.4% of the population, the second largest ethnic groups being Serbians and Turkish with shares of 4% and 3% respectively. There are more Roma men than women in the sample population, likely reflecting the difficulty of finding Roma women available for the interview. Bosnians are less than one per cent of the sample.
Men and women use slightly different search methods to find jobs. Considering the entire sample of young men and women, the vast majority of young people (53.5%) rely on their network of family and friends. Direct contacts with prospective employers (19.8%) and answering advertisements (15.0%) are the second largest methods of job search. This is a sign of the lack of (public) intermediaries in the labor market able to bring vacancy news to unemployed young people. Men tend to use more frequently than women their network of friends and relatives. Similarly, they also tend to find a job through direct contacts with employers. Women found their job more frequently through advertisements and via information gathered at educational institutions.
Women are more likely to have contract jobs than men and they tend to have written rather than oral contracts compared to men. Only 19.6% of women accept to work without contract, against a share of 21.8% in the case of men. About 65% of women work under a written contract against 43.6% of men. One possibility might be that women tend to be more "risk averse" in terms of labor market experience and contract jobs may be thought to provide better maternity leave benefits and other forms of assistance compared to non-contract jobs or jobs based on oral contracts only. In addition, women tend to choose jobs in the state sector, where legal arrangements are naturally more binding. In addition, about 25% of employed women in the sample have a job in the state sector; as a result, there are of course fewer women in the private sector. Women are also likely to be found in larger firms: 32.1% of women work in firms with more than 20 employees against a share three times smaller of men. If women are indeed more risk averse, one possibility is that smaller firms are perceived to provide lower job security.
Not surprisingly, women tend to prefer longer term work arrangements than men, if they have a temporary contract. In fact, while the share of women with a permanent contract is relatively low, that of women holding a temporary contract of between 1 and 3 years of length is greater.
Women also find jobs within a shorter time period than men. About 18.5% of women found their job in less than a month, against a share of 10.3% for men.
There are notable gender differences in industry of employment. Female-dominated industries include trade fair, finance, public administration, social services; male-dominated industries include manufacturing, trade, hotels and restaurants. Other industries have more or less an equal share of young people by gender. The most striking difference with respect to other transition countries in the region is perhaps the tendency of men in Kosovo to be more likely employed in the trade, hotels and restaurants sectors, those that have experienced high income growth over the transition period.
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Finally, as much as 34.3% of employed women tend to participate in training programs compared to only 27.6% of men. Women are especially more likely to engage in nonapprenticeship training.
The gender wage gap
The unconditional gender wage gap for the entire sample of employed workers -including wage employees and self-employed -is −0.0842 and is statistically significant with a significance level of 10%.
When the sample includes only individuals in wage employment, the (unconditional) coefficient of the gender gap turns positive and equal to 0.025 and is not statistically significant. This gender gap is lower than expected, but one should consider that the sample includes only young people, surveyed at a time when they had only recently started working. This is also a period when, as noted in the previous section, only less than 5% of men and 8.3% of women have children, and therefore the female disadvantage at the labor market is less pronounced. Figure 3 shows the evolution of the gender wage gap by years of age. The unconditional gender gap is compared with different conditional estimates, although there are little differences among them. The figure highlights the fact that among the youngest age segments, the gender gap tends to be positive, and hence in favor of women, whereas at later ages it approaches zero. Table shows that, whatever the measure adopted, although differences are not statistically significant, women fare slightly better than their male counterparts when both are under the age of 20, whereas women fare slightly worse than their male counterparts, when they are in their twenties. The gender premium in hourly wages goes up from about 8% (or zero, because it is significant) to 52% among teenagers, when including all the available control variables. However, this last finding may be affected by the small number of observations. Table 4 . Source: own elaboration on the ILO School-to-work transition survey of Kosovo.
The differences in gender wage gaps between teenagers and young adults point to possible differences, at least for some young people, in family life and decisions to marry and have children. As already noted above, the data set allows knowing the age at first marriage, but not that of having children. In fact, as noted previously only about 8.3% of employed women and 10.4% of non-employed women have children. Assuming that women and men tend to have children soon after marriage, the variable age at marriage might shed useful information on the small number of married women. Figure 4 shows the age distribution by gender of the first marriage. In panel (b) and (c), the Figure also distinguishes employed and non-employed women. The Figure shows that women marry much earlier than men, especially the nonemployed ones, which suggests that for at least some of the young female population, marrying (and having children) early in life might not be conducive to productive employment. The average age at marriage is 19.1 for men and 19.7 for women. This rises to 20.5 for the employed men and 20.1 for the employed women: employed women marry later than their male counterparts. In contrast, age at marriage is much lower for non-employed women (18.7) than for non-employed men (19.2). Taken all together, this suggests a strong correlation between the decision to enter the labor market and the decision to start a family. Women who work tend to postpone marriage for work-related reasons, more so than men. Considering the age at marriage of all the workers in Kosovo, it is worth noting that the decision to marry is taken not much later than the age at marriage of this sample of young men and women. According to the Statistical Office of Kosovo (SOK), the average age at marriage in Kosovo is 27 for women and 30 for men. The highest number of marriages is for women in the age group 20-29 and for men in the age group 25-34. According to statistics for 2005, the average age for marriage recently increased by 11 months for men and by 14 months for women. Nonetheless, in Kosovo the practice of marrying prior to reaching the majority age of 18 is still relatively common. Underage marriages are not uncommon especially in rural areas in Kosovo where many young women reportedly marry under the age of 18. Table 2 presents the first set of estimates of the returns to years of education by age group and gender. Each row represents a different set of estimates, with an increasing number of controls. The first rows refers to the basic earning equations, the second row to the extended version and the following rows to different versions of the augmented earnings equations.
Mincerian earnings regressions: returns to education
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The Table reports only the returns to years of schooling. It shows that the returns to education are quite low in Kosovo, at about 5% per year of schooling. Similar to other countries, the annual rate of return is higher for women than for men in the entire sample and in each of the age groups considered. However, the returns to education might be far from linear and returns might differ by type of degree. 17 The coefficient of determination is higher for women this time. The coefficient of the gender dummy does not seem to be affected by inclusion of all observed characteristics of men and women, remaining statistically insignificant. But this does not necessarily imply the absence of a gender gap; as noted previously, employed women have a higher educational level than men and, therefore, are expected to have higher wages. Interestingly, the hours worked weekly affect wages in a statistically significant way only in the case of men, not women. This is likely driven in part by the higher share of state sector jobs among women compared to men and the tendency of state sector jobs to pay a fixed salary independent of the hours worked.
For the sample of women, the educational variables are not statistically significant. This suggests that education provides access to jobs with better characteristics and, once we control for such characteristics, the relative return to education shrinks. More generally, the new controls for individual and job characteristics previously excluded are able to account for at least part of the impact of education on earnings. Again, for reasons that have already been discussed previously, job tenure does not seem to matter in terms of wages.
Overeducation generates a wage penalty of between 8% and 10%, similar to those found in other EU countries using the REFLEX data (McGuinness and Sloane 2010) though in the case of Kosovo it is not statistically significant.
Meanwhile, job tenure does not seem to affect wages in a statistically significant manner. One possibility is that average job tenure may be too short to have any impact on wages.
Recall from the previous section that it equals on average 1.7 years. Interestingly, using the same type of data for Mongolia, Pastore (2011, p. 248) finds that declared work experience bears a wage premium only when it is long 5 years or more, which is rarely the case in the sample under consideration.
Civil status and children do not yield statistically significant wage effects, neither for women nor for men, although coefficients have the expected signs.
Wages are, ceteris paribus, much lower for Serbians, by about a half, a substantial amount considering the relatively low earnings of young people in Kosovo. This wage penalty is highly significant from a statistical point of view for men, at 65%, but less so for women. Other ethnic groups do not seem to suffer statistically significant wage differences, except for Roma adult women who declare on average higher than average wages.
The search method used to find a job does not seem to affect wages either. The baseline is having found their own job through the network of friends and relatives. Differences are small also for those who hold a contract versus their counterparts with no contract, although contracts of unlimited length and written contracts seem to correlate with higher than average wages.
Working in the governmental sector implies a wage penalty of about 20% for the entire sample. The effect is mainly due to women who bear a wage penalty of over 30%. This might depend on the type of job women tend to choose in the state sector, jobs that trade off lower pay for greater job security and legal commitment to maternity leave arrangements and maternity benefits in general. Working in a multinational corporation increases wages by about 50%. It is essentially women who work in multinational corporations when they are above 20 years old. Bigger firms pay higher wages, in general, although there are some fluctuations across firm groups.
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The finance and transportation and telecommunication industries pay higher-than-average wages. One possibility is the presence of more foreign firms in these industries and foreign firms are documented to pay higher wages. In both cases the wage premium is essentially a male effect; the impact on female wages is not statistically significant.
Being dissatisfied with one's own job is correlated with a strong wage penalty, though some endogeneity might exist here. On-the-job training does not seem to affect wages in any measurable way. Table 4 reports the results of the Juhn et al. (1993) decomposition of the gender wage gap at the mean and at different percentiles of the wage distribution, using the estimated male distribution as the one providing the baseline values of the estimated coefficients. Only wage employees are included in the estimates. Interestingly, the average effect, which is close to zero, is, in fact, the algebraic sum of gaps of different signs along the wage distribution. Although small, the gender gap is positive (in favor of women) at low wage levels, when the educational level of women is lower than that of men and becomes negative (in favor of men) and wider at higher wage levels, when the educational level of women is higher than that of men. When looking at the mean gender wage gap, all of the effect seems to come from differences in characteristics, while differences in prices and the impact of the residual wage distribution seem to be irrelevant. The impact of the quantity effect is higher at all percentiles, but especially at the highest percentile considered, the 75 th , where it is greater than 10% in the direction of a reduction of the gap. This effect is quite high considering the low incomes of young people in Kosovo. Assuming a monotonic relationship between education and earnings it is no surprise that at low wage levels, differences in individual characteristics are in favor of men: in fact, as documented above, men tend to have higher educational levels at low income (and therefore educational) levels and women at high income (and therefore educational) levels.
Decomposition analysis
One can disentangle these quantity effects, as illustrated by Table 5 (at high levels of the wage distribution), moonlighting, the sector of activity, the firm's size, the ethnic group and the weekly hours worked, although the impact is not very strong, but in few cases. In other words, if these were the only characteristics able to affect wages, the gender gap should increase overall by about 7% in favor of men at the mean of the wage distribution. In fact, men tend to work more hours, are more likely to moonlighting, include a smaller number of Serbian workers, and work in sectors that tend to provide wage premiums, such as private sector jobs in the finance' and the transportation and communication industry. On the other hand, young women tend to be associated with factors and characteristics that likely decrease the gender wage gap. Among the factors that tend to reduce the gender gap include the educational qualifications of employed women, the greater degree of job satisfaction, the type of job search adopted to find a job, and the waiting time to find a job. Overall, these factors offset the gender wage gap by about 12.9 per cent.
Results of the Juhn, Murphy and Pierce decomposition at different percentiles of the wage distribution suggest that the gender gap, which is not statistically significant at the mean, might be so at different percentiles of the wage distribution. A way to assess this is by estimating counterfactual distributions as based on Machado and Mata (2005) . Figure 6 presents the results. It shows that while in fact the OLS measure of the gender gap is close to the horizontal axis, instead, the distribution of coefficients at different percentiles of the distribution tend to be higher than zero at the bottom and upper part of the distribution and to be negative between the 40 th and 50 th percentiles. In other words, women tend to earn more than men at both the lower and upper tail of the distribution. The higher wages of women in the upper tail of the distribution are due both to the better characteristics of women and partly to their better remuneration in that part of the distribution. In fact, the row gap is strongly in favor of women in that upper part of the wage distribution. 
Sample selection procedure
The last step of the analysis is an attempt to assess whether some of the findings relative to employed young people apply also to the non-employed. In other words, given the differences in characteristics between employed and non-employed young people that we noted above, the returns to education, for example, may be different once we control for the heterogeneity of the non-employed.
Figures 7 and 8 confirm striking differences that exist between the employed and nonemployed women and men. Figure 7 shows that the probability of falling into unemployment or inactivity is very high among those women who have low educational attainment, especially primary or below, but also vocational. The opposite holds true for women holding a university degree. This is due only in part to the fact that some of the women who hold the lowest educational attainment are current students. Not surprisingly, education is also positively associated with employment among men, but the effect is much less striking. Figure 8 shows that female labor supply is much higher among young adults compared to teenagers. The share of employed men is higher for every age group. As a first step, we study the impact of different factors on labor supply decisions by gender by means of the (Fairlie 2005 ) decomposition analysis. For the sake of brevity, we do not discuss fully the methodology here. 18 It is sufficient to say that the method aims to assess the contribution of each determinant of labor supply on the gender gap. Since the probability of labor supply is estimated by a nonlinear model (LOGIT), the Blinder and Oaxaca decomposition provides unsatisfactory results. In contrast, the Fairlie decomposition was especially designed for nonlinear estimates. This preliminary step of the analysis will provide information useful also for the implementation of the ensuing sample selection correction estimates of the gender wage gap. Table 6 reports the results of the (Fairlie 2005) decomposition. The probability of participating in the labor market among men is on average about 5.5% higher than women. The variables included in the model represent educational attainment (vocational education and high secondary education or above, the baseline being represented by education attainment below vocational education), ethnic group (Serbians, Roma, Turkish, Bosniac, the baseline being Albanians) and demographic factors (being engaged to be married, married, separated, divorced or widow, the baseline being the condition of single) seem to explain 100% of the gap. Demographic factors account for a sizeable share (about 85%) of the gender gap in labor supply. Age explains about 9% of the gap and the ethnic composition of the sample by gender explains about 6% of the gap.
19 These findings can be interpreted as confirming women's lower likelihood of participating in the labor market, largely for family reasons. This suggests that returns to education of men and women may be different once we control for sample selection bias. If the non-employed have lower productivity characteristics than the employed men and women, then, controlling for selection bias would yield higher returns to education, compared to the results of the standard OLS earnings equations. Similarly, the gender wage gap estimated by OLS might not be statistically significant because of the presence of sample selection bias.
As explained in the methodology section, the Heckman procedure to correct for sample selection bias is implemented using maximum likelihood estimates. The first exercise consists of using the simplest possible specification, one where we control only for age, education and ethnicity. The reason is that we should have the same set of variables in the main and in the selection equation and no job characteristics would be defined for the nonemployed. In addition, we do not use instruments, but exploit the high non-linearity of the selection equation to predict labor supply decisions. Table 7 reports the findings. Note that for the teenagers in the sample, the small number of observations available does not allow running separate estimates for men and women.
We find evidence of sample selection bias in almost all cases, but the gender wage gap seems to be unaffected by this in all the pooled estimates. This suggests that whatever the direction of the bias is-negative in some cases and positive in others-it is not changing in a statistically significant way the relative wage of men and women.
The returns to education are now higher for women than for men, especially the returns to tertiary education. This provides evidence of the lower educational attainment (as well as lower motivation and skill level) among non-employed women. Once this is taken into account, it is apparent that the return to education of women is much higher and might explain the recent tendency of young women to reach the same levels of education as men.
Finally, we estimate the Heckit using the instruments mentioned in the methodological section, namely controls for household characteristics and declared goals in life. We check in omitted estimates that goals in life do not affect wages. We test a number of instruments and estimate both the maximum likelihood and the two-step versions, but, to conserve space, we report only the former in Table 8 . 20 We find evidence of sample selection bias in the case of both men and women; the sign of the correlation is negative in the case of women and positive in the case of men. The instruments used are mostly statistically significant. The main goals in life considered tend to negatively affect employment chances, especially in the case of men: if they think that contributing to social life and/or gaining all sorts of experiences is the main goal in life, then they tend to have lower employment chances. Not surprisingly, the number of kids affects negatively the employment chances of women, not men. Having more brothers is also associated with lower employment chances for young women, but not for young men. Nonetheless, the gender wage gap is still not statistically significant, though the returns to education are higher for women than for men, in contrast to the OLS estimates.
The results of the two-step version of the sample selection procedure, which are not reported here, are partly similar and partly different. In contrast to the results the maximum likelihood estimate, the two step procedures do not detect the existence of sample selection bias, likely because of the high standard errors typically found in this type of procedure. Nonetheless, the results relative to the gender gap and the returns to education by gender are similar to the maximum likelihood estimates: the former is not statistically significant, while the latter are higher for women.
Conclusion
This paper uses an unusual database, the SWT survey conducted by the ILO in Kosovo in 2004, to shed light on gender wage differentials. Although by now the database is several years old, the data collected by the ILO on the experiences of young workers at the beginning of their career, as they left school and entered the labor market are rare. They are also extremely useful for policy considering that to date little is known about the gender wage gap in Kosovo. In addition, in Kosovo and in many other countries more generally, little is known about the evolution of gender differences in wages (as well as in labor supply) over the life cycle and the SWT survey provides opportunity to analyze the earnings differentials between men and women, particularly in their early labor market experience.
The results of the analysis suggest that young women tend to have lower educational attainment than young men. Women are also less likely to be employed and those that do find employment tend to be the most educated. As a result, the disparities in educational attainment tend to be masked when analyzing only employed men and women in their first years in the labor market.
The consequences of this segmentation on wages and gender wage gaps in early career are striking. On average, there is little or no gender wage gap. The results of the Juhn et al. (1993) decomposition analysis reveal that gender wage differences are almost entirely driven by differences in characteristics rather than either the returns to those characteristics or the residual. The greater mean educational attainment of employed women, among other characteristics, tends to fully offset the gender wage gap. In particular, the greater mean educational attainment of employed women tends to compensate for the higher average number of working hours of their male counterparts.
The Machado and Mata (2005) decomposition of the gap along the entire wage distribution shows that in fact women located in the upper part of the wage distribution should receive a higher wage than their male colleagues, considering their higher educational level and, therefore, productivity characteristics.
When the analysis accounts for selection bias and the heterogeneity of non-employed women, the gender wage gap turns negative (though insignificant) while the returns to education become higher for women than for men, confirming the lower productivity-related characteristics of non-employed versus employed women.
Despite the general absence of a gender wage gap among Kosovo's employed men and women in early career, some evidence suggests that a gender wage gap does begin to emerge among the young adults (age 20-25) compared to teenage workers (age 15 to 19), consistent with a small but growing literature on gender wage gaps during the first few years in the labor market. However, the relatively small sample constrains a fuller analysis of this phenomenon.
The policy implications of the paper are clear. The general absence of a gender wage gap among the young sample of under-25 provides indirect confirmation of the importance of providing childrearing facilities and arrangements as a an important policy intervention for helping prevent the emergence of the gap at a later age, documented in previous studies (World Bank 2003 Bank , 2010 Bank , 2012 . More directly, the Fairlie analysis shows the primary of demographic factors among the drivers of gender differences in labor supply. The small number of women who marry and give birth at the age covered by the SWT survey may help explain why the gender gap in labor supply is relatively small, while suggesting that it might dramatically increase if more women had children at a young age. For further information on the SWT survey, see the following website: http://www.ilo.org/employment/areas/WCMS_159352/lang--en/index.htm. 4 Women seem to receive higher returns to education than men in terms of employment probability. In other words, men with high educational attainment tend to have higher employment rates than men with low educational attainment, but this education-employment relationship is much stronger for women.
5 World Bank 2010. 6 In fact, there is no discussion of wages or earnings in the World Bank (2012) report.
7 See Bertrand et al. (2010) . 8 See for example (Kunze 2005 ) based on data from West Germany. Manning and Swaffield (2008) use UK data to look at gender wage disparities in "early career", seeking to explain how the gender gap rises from zero to 25 log points, after the first 10 years in the labor market. They find that a number of theories can explain the gap, but up to a third is still left unexplained. 9 The discussion in this section follows closely the lead author's previous exposition (Pastore 2009 , and Pastore and Verashchagina 2011 10 When the regressor is a continuous variable, such as years of work experience, the elasticity at the mean of the covariates, namely the percentage change in the regressand for a percentage change in the regressor, can be computed multiplying the coefficient by the mean of the regressor: ¯ . In the case of independent dummy variables, such as for example the levels of educational attainment, the semi-elasticity interpretation is flawed and, following Halvorsen and Palmquist (1980) , it should be computed as: (e β − 1) * 100. This formula measures the percentage change in the median wage which is less affected by outliers. Nonetheless, many authors interpret the estimated coefficients of dummy variables directly as semi-elasticity as well. This is acceptable when the estimated coefficient is sufficiently close to zero.
11 See also Blau and Kahn (1996) for an application of this methodology and the STATA help file for an introductory presentation of the methodology (command jmpierce). 12 We thank Indhira Santos for pointing out the caveats related to the use of the instruments actually available in the survey at our disposal.
firm, union membership, number and skill requirements of employees, vacancies, recruitment methods, criteria of selection of the personnel, training practices in the firm and so on. Unfortunately, the two questionnaires cannot be linked with each other because there is no connection between the individuals and the firms.
14 Together with that of Syria, the SWT survey of Kosovo does not include the oldest age segment, aged 25-29 years, which is instead available in the other countries. 15 The question asked (G42) is: "On average what is your total income from work per month?" It is not clear from the wording of the questionnaire whether this is the gross wage or the wage net of taxes. In the other surveys, it was the net monthly wage. In addition, it is not clear whether the declared earnings are coming from the main job or from any working activity. Based on personal communications, the ILO staff in charge of the survey does not have any additional information on the exact definition of wages used in the survey. 16 The wage variable has only few missing observations. 17 No estimates are provided by gender for different age groups, due to the small number of observations available in the sample for the level of detail that is requested in the augmented version of the estimates. 
